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Personnel Management

Workplace Anti-Violence

Summary of Changes. This regulation prescribes the full-time personnel policy for Workplace Anti-Violence for
the California National Guard.

Applicability. California National Guard Full-time Personnel Regulation (CNGFPR) applies to all California Army
and Air National Guard technicians and AGR employees and to commanders, managers and supervisors (military or
civilian) with authority or responsibility over technician personnel management.

Proponent and Exception Authority. The proponent of this regulation is the Joint Force Headquarters, J-1, Direc-
torate for Human Resources. The proponent has authority to approve exceptions to this regulation when they are
consistent with controlling laws and regulation.

Supplementation. Supplementation of this regulation is prohibited.

Suggested Improvements. Users of this regulation are invited to send comments and suggested improvements to
Joint Force Headquarters, Directorate for Human Resources, 9800 Goethe Road, Sacramento, CA 95826-9101.

Distribution. Distribution of this regulation is Army - A and Air Force - F.
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1. Purpose.

a. All employees/service members of the Military Department have the right to a safe, secure and violence-free
work environment. The Military Department recognizes this right and acknowledges that nothing is more important
than the safety and security of its employees/service members.

b. The Military Department’s prohibition against violent, threatening, or intimidating behavior applies to all per-
sons involved in the Military Department’s operation. As such, the Military Department shall protect its employ-
ees/service members and visitors against acts of violent, threatening or intimidating behavior that may occur in the
work environment and herein establishes the Military Department’s Workplace Anti-Violence Policy.

2. Policy.

a. Violence in the workplace is unacceptable and will not be tolerated. Every employee/service member has the
right to work in an atmosphere free from verbal, written, physical, and psychological violence. Violent, threatening,
or intimidating behavior involving or affecting Military Department employees/service member will not be
tolerated. It is the Military Department’s policy to ensure that employees/service members are protected from



assaults, threats, intimidation, harassment and/or coercion and to take appropriate actions whenever such incidents
occur.

b. All employees/service members will treat co-workers, customers, and visitors responsibly and respectfully by
adhering to The Adjutant General’s core values. Any employee/service member, customer, and/or visitor who ex-
hibit violent, threatening, or intimidating behavior will be subject to immediate investigation and necessary reme-
dial/disciplinary action.

c. Consequences of violent behavior may include but are not limited to forced leave, suspension, or even re-
moval.

3. Covered Acts.
a. Any physical action which can cause physical or mental injury/harm to employees or government property.
b. Any nonphysical, verbal, or written threats, against employees or governmental property.
c. Other assaulting or abusive behavior outlined in the State of California Code of Civil Procedure, Section
527.8.

4. Guidelines.

Intimidation, threats, harassment, and assaults are prohibited and distract from a positive work environment.
Furthermore, intimidation, threats, and harassment can be precursors to workplace violence. Ignoring an individual
who exhibits these behaviors sends the message that such behaviors are acceptable; consequently, the behaviors are
likely to continue and may even increase. Therefore, it is critical and incumbent upon all employees to identify and
report these behaviors immediately so that appropriate action may commence.

5. Responsibilities.

a. All employees are responsible for promoting a safe, secure, and conducive work environment. The following
outlines key responsibilities:

1. Executive Staff/Senior Management provide adequate resources and consistent authority to individuals
assigned the duties of handling security matters related to workplace violence. Training goals and objectives will be
resourced to provide all full-time staff with the tools and capabilities to insure a safe workplace environment.

2. Senior management:

(a) Promote a safe, secure work environment;

(b) Assures that all locations, practices and procedures are consistent with this policy;

(c) Assures that all levels of employees/service members are held accountable for carrying out their re-
sponsibilities to maintain a violence-free work environment;

(d) Exhibits leadership by example by refraining from conduct covered by this policy and taking appro-
priate action in response to reporting of violations or complaints; and,

(e) Assures that all employees/service members are knowledgeable about the policy by a signed receipt of
this policy to be kept in the employee’s file.

3. Managers and Supervisors lead by example, communicate and support this policy, and assure all employ-
ees/service members are knowledgeable about the policy and their responsibilities. Upon notice of an alleged viola-
tion of this policy, immediate notification will be made to the immediate manager or supervisor and depending on
the infraction, a possible incident report (IR) maybe be filed with the Joint Operations Center (JOC). Additionally,
restraining orders brought to the attention of managers and supervisors should be immediately referred to the appro-
priate Personnel Director.

4. All employees/service members support and promote a violence-free work environment, and will be held
accountable for adhering to policy. All employees/service members are responsible for notifying management of
any threats they have witnessed, received, or have been told about. Even without an actual threat, employees/service
members should also report any behavior they have witnessed which they regard as threatening or intimidating be-
havior. If an employee/service member feels that a reported violation of this policy is not being handled to their sat-
isfaction by their manager/supervisor, it should be brought to the attention of their appropriate Personnel Director or
to the Joint Operations Center.

a. All persons involved in the Military Department operations that apply for or obtain a Protective/Restraining
order are obligated to provide their supervisor a copy of any temporary or permanent Protective/Restraining order
which is sought or granted. Supervisory staff will insure that the appropriate civil service/active duty personnel of-
fice receives a copy.

b. All work sites will post the Military Departments Workplace Anti-Violence Policy.
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6. Reporting Procedure.

a. If the threat is criminal and may create imminent danger, call 911 and follow up with the Joint Operations
Center utilizing the serious incident reporting procedures and call (916) 854-3444.

b. If the threat is immediate and does not create imminent danger, call the Joint Operations Center (Serious Inci-
dent Reporting) (916) 854-3444.

c. All violent, threatening, or intimidating behavior will be taken seriously. The Military Department’s Anti-
Violence policy provides the reporting of incidents of violence without fear of retaliation. Reports will be made to
the reporting individual’s immediate supervisor.

d. Reports of such incidents may be made anonymously; however, anonymity cannot be guaranteed in a case re-
quiring administrative and/or legal action. The extent to which anonymity can be preserved must be explained to the
employee/service member upon such reporting. Employees/service members acting in good faith in reporting
threats of violence will not be subject to reprisals, retaliation, threats, coercion or similar acts for having reported
such activities.

7. Follow up Actions.

a. Supervisors will consider discussing what occurred, status of the workplace violence incident, and will reiter-
ate The Adjutant General’s workplace Anti-Violence policy with adversely affected employees.

b. Situations will be investigated with findings forwarded to the HRO. If findings confirm workplace violence,
then adverse actions should pursue.

8. Disciplinary Action.

a. Violation of this policy by an employee/service member will result in disciplinary action. Depending on the
severity of the violation, the Military Department shall seek legal action as may be appropriate.

b. Any employee/service member who commits an act of retaliation against another employee/service member
for reporting a good-faith belief that an incident has or is likely to occur will be subject to prompt investigation and
necessary remedial and/or disciplinary action.

FOR THE GOVERNOR:
WILLIAM H. WADE I1
Major General

The Adjutant General

OFFICIAL:

STUART D. EWING =%
Captain, CA ANG
Deputy, Human Resources Officer
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